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intent of each party to have the initial study completed by November 1, 2019,  contingent on the 

actuarial’s agreement. 

 

ARTICLE  22- NO STRIKE OR LOCKOUT CLAUSE 
 

Section 22.1. - No Strikes. 

(a)       For the duration of this Agreement, the Union, its officers, representatives, stewards and 

members, and the employees covered by this Agreement, shall not in any way, directly  or  

indirectly,  individually  or  concertedly  engage  in,  initiate,  sponsor, support, direct, 

ratify or condone any strike, sympathy strike, sit-down, secondary boycott, or picketing, 

which interferes with or interrupts the County's operations, to include but not be limited 

to the individual or concerted failure to report for duty, willful absence from one's position, 

stoppage or slowdown of work, or abstinence in whole or in part from the full, faithful 

and proper performance of the duties of employment. 

 
(b)       In the event of a violation of this Article, the Union shall immediately upon learning of 

such activity, publicly disavow such action by the employees and shall so advise the 

County and the employees involved in writing. 

 
(c)       In the event of any violation of this Article, the County Executive may, in addition to 

any other remedy or right of the County, take any or all of the following action he 

deems necessary in the public interest: 

 
1.  Imposition of disciplinary action, including removal from County service, of 

employees engaged in such illegal conduct; 

 
2.  Termination of the Union's dues deduction privilege, if any; 

 
3.  Revocation of the Union's exclusive representation certification and disqualification 

of the Union from participation in representation elections for a period up to a 

maximum of two years. 

 
(d)       Any grievance involving disciplinary action against an employee charged with a violation 

of this Article shall be limited to the question of whether such a violation occurred. 

 

Section 22.2. - No Lockouts. 

 
The County shall not, under any circumstances, engage in, initiate or direct a lockout of County 

employees. 

 
ARTICLE 23- SAVINGS CLAUSE 

 
Any Article or Section of this Agreement found to be in conflict with the Howard County Charter or with 

any law, ordinance, statute, County or government regulation or declared invalid by decree of a court of 

competent jurisdiction, will be null and void and the parties will enter into negotiations for a substitute 
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provision.  All other Articles and Sections of this Agreement will remain in full force and effect for the 

duration of the Agreement. 

 

ARTICLE 24 - SELECTION OF PERSONNEL FOR WORK ASSIGNMENTS 

 
The Department agrees to post notices permanent transfer opportunities via email so that members may 

submit an expression of interest, except in cases of an emergency. Management reserves the right to select 

any qualified member of the posted position regardless of whether an expression of interest was received. 

 
ARTICLE 25 -PHYSICAL FITNESS STANDARDSIWELLNESS PROGRAM. 

 
(a)       On a voluntary basis, employees may elect to participate in an Annual Physical Fitness 

Evaluation. The evaluation will consist of the following testing components. 

 
1.   Push-ups 

2.    Sit-up/crunch 

3.    1 ½ mile run/walk 

4.   Vertical jump 

 
(b) Testing standards will be rated on a scale that allows for age and gender variances. 

Standards have been mutually agreed upon by the employer and Union and are here for 

reference. 

 

Physical Fitness Testing Standards 

 
MALES 

TEST Sit-ups Vertical Jump Push-ups 1.5 Mile Run 

20-29 38 19 29 12:53 

30-39 35 18.5 24 13:25 

40-49 29 15 18 14:10 

50-59 24 13.5 13 15:53 

 

FEMALES 

TEST Sit-ups Vertical Jump Push-ups 1.5 Mile Run 

20-29 32 13.9 15 15:32 

30-39 25 12 11 16:43 

40-49 20 9 9 17:38 

50-59 14 7.1 7 19:43 

 

(c)       If employees pass two or fewer tests, they shall receive one hundred twenty-five dollars 

($125.00) for each testing component they pass. If employees pass three or more testing 

components, they shall receive one hundred fifty dollars ($150.00) for each testing 

component. The maximum amount for passing all four components is six hundred dollars 

($600.00). 
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(d) The HCPD FIT program fund will provide for an incentive bonus to employees who 

successfully complete three or more tests and demonstrate participation in all four tests. 

Employees will receive an additional four hundred dollars ($400.00) maximum award 

per employee. The employee MUST successfully complete three or more tests and 

MUST give full participation in ALL four test events (participation = completion without 

successful passing performance). If the cost of the participation bonus exceeds the 

available undistributed funds, the participation bonus shall be reduced to match the 

available fund balance. Members will receive a minimum incentive bonus of $100 for 

completing three and participating in four tests.  

 

(e)      The employer is free to maintain data related to how many employees take the test and the 

pass/fail rate for each test.  No additional data related to the tests shall be maintained by the 

employer, except as noted in (e) below. 

 
(f) The Physical Fitness Evaluation is part of the employer's overall Wellness program. Only 

positive results from annual physical fitness evaluations may be referenced in evaluations. 

Results may be added in the supervisor comments field and will not be added as to affect the 

employee's pars scoring. The employer shall not include an employee's lack of participation 

in an employee's job evaluation or personnel files at any level. 

 
(g)  The Department will maintain a voluntary fitness program in accordance with General Order 

ADM 51 V. Voluntary Fitness Testing Program. 

 
(h)       The physical fitness tests shall take place annually with a minimum 90-day notice to     

 members. 

 

(i) If an officer is on official no duty or light duty during the entire duration of the fall test dates, 

then that officer within 30 days of returning to full duty can contact the Commander for E&T 

who will set a test date for that officer. 

 
ARTICLE 26- DURATION AND FINALITY OF AGREEMENT  

THREE YEAR AGREEMENT 

(a)       This agreement shall become effective as of July 1, 2020 and remain in full force and 

effective until June 30, 2023. 
 

(b)     It is understood that this Agreement can only be added to, amended, or modified by a 

document, in writing, signed by both parties through their duly authorized representatives, 

after negotiations mutually agreed to by the County and the Union. 
 

(c)  The parties shall reopen negotiations for a successor agreement not later than 

December 4, 2022. 

 

(d)       The parties acknowledge that this Agreement represents the complete Agreement      

  arrived at as a result of negotiations during which both had the unlimited right and  

  opportunity to make demands and proposals with respect to any negotiable subject or matter.  
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IN WITNESS WHEREOF, the parties have executed this Memorandum of Agreement, this ____ day of 

_________, 2020 

 

HOWARD COUNTY ADMINISTRATION 

HOWARD COUNTY, MARYLAND: 

 

___________________________________   __________________________________ 

COUNTY EXECUTIVE     CHIEF ADMINISTRATIVE OFFICER 

Calvin Ball       Lonnie R. Robbins 

 

____________________________________   __________________________________ 

CHIEF OF POLICE      COUNTY SOLICITOR 

Lisa Myers       Gary Kuc 

 

____________________________________   __________________________________ 

HUMAN RESOURCES ADMINISTRATOR   CHIEF NEGOTIATOR 

Wanda Hutchinson      Sean Malone  

 

____________________________________   __________________________________ 

TEAM MEMBER      TEAM MEMBER 

Janssen E. Evelyn      John Peterson 

 

____________________________________   __________________________________ 

TEAM MEMBER      TEAM MEMBER 

Major Thomas Ehart      Dave Francis 

 

____________________________________    

TEAM MEMBER       

Captain Christopher Williams        

 

Reviewing Attorney: 

 

____________________________________ 

ASSISTANT COUNTY SOLICITOR 

Jamar Herry 
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UNION (FOP 143): 

 

____________________________________   _________________________________ 

PRESIDENT, LODGE 143     CHIEF NEGOTIATOR 

James Capone       Craig Ream 

 

____________________________________   ________________________________ 

TEAM MEMBER      TEAM MEMBER 

Scott Heaster       James Daly  

 

____________________________________   ________________________________ 

TEAM MEMBER      TEAM MEMBER 

Christopher Valentine      Jason Ellis 

 

____________________________________    

TEAM MEMBER       

Christopher Stavrou       
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EXHIBIT A-1 
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EXHIBIT A-2 
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EXHIBIT A-3 



41 
 

 

EXHIBIT A-4 
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EXHIBIT A-5 
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EXHIBIT B 
 

FAMILY AND MEDICAL LEAVE 

 
 The following leave applies to leave taken under the provisions of the Family and Medical 

Leave Act of 1993 (FMLA). All related County leave benefits will be administered in compliance with 

the FMLA and Department of Labor Regulations. Upon 5 consecutive days of absence, or 40 hours or 

more of absence from scheduled work within a pay period due to a serious health condition, employees 

will receive notification of these benefits and be placed on provisional FMLA. 

 

• Definitions 

 
 The following definitions apply to Family and Medical Leave Section: 

 

Serious Health Condition - "Serious" health condition is an illness, injury, impairment, or physical or 

mental condition that requires inpatient care in a hospital, hospice, or residential medical care facility 

or continuing treatment by a health care provider. I t  includes any period of incapacity requiring 

absence from work, school or regular daily activities of more than three (3) calendar days including 

treatment by a health care provider. 

 
Son or Daughter - means a biological, adopted, or foster child, a stepchild, a legal ward, or a child of a 

person standing in loco parentis, who is either under age 18, or age 18 or older and "incapable of self- 

care because of a mental or physical disability." 

 

Parent - means a biological or adoptive parent or an individual who stands or stood in loco parentis to an 

employee when the employee was a child. This term does not include "parents- in-law." 

 
Spouse-wife or husband as defined or recognized under State law for purposes of marriage in the State 

where  t he  employee r esides, including common law marriage, in States where it is recognized. The 

state of Maryland does not recognize common law marriages. 

 
Same Sex Domestic Partner (SSDP)- individual approved to receive benefits under criteria established 

by Howard County Government (for whom a partnership declaration form is on file).  

 

Intermittent Leave -leave taken in separate periods of time due to a single illness or injury. 

Reduced Work Schedule - leave schedule that reduces an employee's usual number of working 

hours. 
 
Week - for purposes of FMLA leave, a week is equivalent to the employee's normal assigned work 

schedule, including shift work.  

 
Certification  - official  documentation  required  for  the .approval  of  FMLA  leave  such  as the 

Following forms: Certification of Health Care Provider for Employee's Serious Health Condition 

Certification   of  Health   Care   Provider   for   Family   Member's  Serious   Health  Condition 

Certification of Qualifying Exigency for Military Family Leave, or Certification for Serious Injury or 
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Illness of Covered Service member for Military Family Leave. 

 
Next-of-kin  of a covered  service member - the nearest blood relative,  other than the covered 

service member's spouse, SSDP, parent, son, or daughter, in the following order of priority: blood 

relatives who have been granted legal custody of the service member by court decree or statutory 

provisions,  brothers  and  sisters,  grandparents,  aunts  and  uncles,  and first  cousins,  unless  the 

covered service member has specifically designated in writing another blood relative as her or his 

nearest blood relative for purposes of military caregiver leave under the FMLA 

 

• Eligibility/Entitlement 

 
 As required by the Family and Medical Leave Act (FMLA), an employee is entitled to 12 weeks 

of leave (paid and/or unpaid) per year provided that they have worked for Howard County Government 

for at least one (1) year, and for at least 1250 hours over the previous twelve (12) months. The reasons 

for FMLA leave are listed below: 

 
1. For the birth of an employee's child and to care for the newborn child; 

2. For placement with the employee of a son or daughter for adoption or foster care; 

3. To care for the employee's spouse, son or daughter, or parent (but not parent-in-law) who has a 

serious health condition; or 

4. For a serious health condition that makes the employee unable to perform the employee's job. 

 

 Under the National Defense Authorization Act of FY2010 (NDAA) up to twenty-six (26) work 

weeks of leave during a single twelve (12) month period may be granted to an eligible employee. A 

spouse, son, daughter, parent, or next of kin may take the leave to care for a member of the military, or 

a qualifying veteran, "who is undergoing medical treatment, recuperation,  or therapy, is otherwise in 

outpatient status, or is otherwise on the temporary disability retired list, for a serious injury or illness", 

incurred in or aggravated by the line of active duty. Relatives of service members deployed to a foreign 

county, relatives of military reservists, relatives of service members of the Armed Forces, or relatives of 

a veteran may be granted FMLA leave for the care of or to look after the affairs of the family member. 

 

 Leave is designated as FMLA leave if it is used for any of the reasons stated above, and is counted 

toward the total of 12 weeks, whether the employee is on paid or unpaid leave status, except that if 

the employee uses personal, annual or disability leave, and the absence is one week or less, the leave 

will not be counted as FMLA leave. 

 

 An employee is eligible to receive 12 weeks of FMLA leave every 12 months on a "rolling" year 

basis, from the employee's first leave taken, after August 5, 1993. (EXAMPLE: An employee who takes 

12 weeks of FMLA leave beginning on March 1st will again be eligible to take FMLA leave the 

following March 1st.) 

 

 Eligibility for FMLA leave under reasons 1 and 2 expires 12 months after the birth or placement 

of a child. A husband and wife who are both eligible for FMLA leave and are both employed by the 

County are permitted to take only a combined total of 12 weeks of leave during any 12 month period if 

the leave is taken for reason 1 or 2. Disability leave taken for reason 1 or 2 may only be used for the 

period designated by the treating physician Employees  may request that they be permitted to take 
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FMLA designated leave on an intermittent  basis or may request a reduced work schedule when there 

is a medical need for such leave. Requests will be reviewed and approved on a case by case basis in 

conformity with FMLA. 

 

• Reinstatement 

 

Employees taking FMLA leave shall have the same rights as described in the UNPAID 

LEAVES OF ABSENCE section of this Policy. 

 
Health Care Benefits - An employee who is on FMLA leave is entitled to have his/her health 

care benefits continued on the same basis as he/she would if he/she were not on leave. For that reason, 

even when the employee taking FMLA leave is on unpaid status, the County will continue to pay its 

portion of the employee's medical and dental insurance, in conformity with the employee's most recent 

benefit election. 

 

To the extent that payroll deductions are necessary to provide the elected coverage, the 

employee must continue to pay the amount normally deducted from his/her paycheck that is 

necessary to keep the coverage in effect or the employee may elect not to continue his/her medical and/or 

dental insurance coverages during the period of his/her unpaid leave. 

 
The Office of Human Resources will assist the employee to work out payment arrangements 

for the employee's share of his/her health care coverages cost. If employee contributions to coverage 

are not timely paid by the employee, after a 30-day grace period, the insurance coverage(s) will be 

canceled. 

 

Upon the employee's return to paid status, his/her insurance benefits will be reinstated to the 

same level and terms as were provided when the FMLA leave commenced. If the benefit plan provided 

to employees changes while the employee on FMLA leave is on unpaid status, the changes to the 

coverages will be applied to the employee in the same manner as employees in paid status. 

 

Due to the nature of the employee's job assignment, he/she will be required to furnish a fitness 

for- duty release to return to work signed by his/her treating physician. Failure to provide the required 

release may delay his/her return to work. Also, depending on the reason for his/her absence and his/her 

job assignment, he/she may be required to undergo a County paid fitness- for-duty evaluation. Except 

under limited circumstances specified by the FMLA, if an employee fails to return from unpaid FMLA 

leave, the County's expenses in providing health care coverage to the employee while in unpaid status 

must be reimbursed by the employee to the County. 

 

• Employee Requirements  

 
The following requirements or limitations apply to all FMLA leave: 

 
1. An employee must provide 30 days advance notice when requesting FMLA leave for 

"foreseeable" events; as much notice as possible must be given for "unforeseeable" events. 

 
2. An employee must complete a Certification of Health Care Provider form (available in the 
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Office of Human Resources) to support requests for FMLA leave because of serious health conditions. 

The County may require, at its expense, a second opinion as to the serious health condition to confirm the 

validity of the medical certification provided. 

 

3. While on FMLA leave, an employee may be required to provide periodic reports concerning 

his/her status and intent to return to work. 

 

4. Paid leave will not be accrued while an employee is on unpaid leave. 

 
5. An employee must exhaust all accrued leaves (annual, disability and/or personal, as defined 

in this manual) applicable to the reason for which FMLA leave is requested before unpaid FMLA leave 

is granted. 

 
 6. If an employee is absent for one work week or more for any of the reasons listed above as 

qualifying the employee for FMLA leave, even if accrued paid leave is used to cover that absence, 

the leave will be treated as FMLA leave for purposes of calculating the total amount of such leave an 

employee may be granted in one year. The employee will be notified pursuant to the Act when paid 

leave is to be treated as FMLA leave 

 

7. Employees who are absent due to a FMLA qualifying event are understood to be unable or 

unavailable to work in any capacity for any employer, including a secondary employer. If an employee's 

work ability and/or availability improve in a manner that permits the employee to resume any level 

of work activity, the employee is required to contact the County to determine if work that is consistent 

with his or her work capacity is available. If the employee fails to notify the County of the improved 

ability and/or availability and is found to be working in any capacity for another employer, the employee 

will be subject to disciplinary action, up to and including termination. Overtime is prohibited while 

on FMLA. 
 

  



47 
 

EXHIBIT C 

 

APPEALS EXTRACT FROM THE EMPLOYEE MANUAL 

(Provided for Information and Convenience Only) APPEALS 

AVAILABLE TO CLASSIFIED EMPLOYEES 

 
1.  APPEALS FROM ACTIONS TAKEN BY THE COUNTY 

 
Utilizing the procedures set forth below, classified employees may appeal the following actions, 

and have the right under Section 705(a) of the Charter to have their appeals heard by the Howard 

County Personnel Board ("Personnel Board"): 

 
(a)  Actions of the Personnel Officer pertaining to eligibility lists for appointment or 

promotion; 

 
(b)  Disciplinary actions involving loss of job, suspension of pay or benefit accrual, 

demotion, or a reduction in pay; 

 
(c)  Actions of the Appointing Authority which result in denial of the minimum salary 

increase granted to all employees, as allowed by law; 

 
(d)  Personnel actions which allegedly violate federal, state, or county human rights law; 

 

(e)        Employee performance evaluations. 

 
2.  OTHER APPEALS 

 
Classified employees believing that they have been treated unfairly, arbitrarily, capriciously or 

illegally with respect to any other matter affecting their working conditions or employment 

status, may file an appeal utilizing the procedures set forth below. These appeals, however, may 

be heard by the Personnel Board only if four members of the Board vote to hear the grievance 

as provided in Section 705(c) of the Charter. 

 

FORMAL APPEAL PROCEDURES FOR CLASSIFIED EMPLOYEES 

 
In the event that a classified employee is unable or unwilling to informally resolve a workplace 

problem, a classified employee must follow the following procedural steps: 

 
1.  PRELIMINARY PROCEDURES 

 
(a)        Matters Other Than Dismissal (1) within fifteen (15) days* after the date when the act(s) 

constituting the appeal first became known to the employee, the employee must file a 

written complaint with the Appointing Authority. The written complaint must include, at 

a minimum, the employee's name, job title, and a description of the substance of the 

employee's complaint, as well as a statement of the relief sought. 
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(1)  After   a timely   written   complaint is filed by an employee with the Appointing 

Authority, the employee and the Appointing Authority will be given thirty (30) 

days to resolve the employee's complaint.  During this time period, an Appointing 

Authority, who may delegate investigatory and other responsibilities to 

subordinates, may meet with the employee, gather information  necessary for the 

consideration  of the employee's  complaint from the employee and others, 

including supervisors, and consult with personnel in the Office of Human 

Resources for advice and interpretation as to County policies in order to ensure 

consistency in the resolution of employee problems.   Within thirty (30) days 

after a written complaint is filed, the Appointing Authority must advise the 

employee in writing as to the manner in which the employee's complaint can be 

resolved or, if no resolution is possible, the reasons why no relief will  be given to  

the employee. 

Reference to "days" within this policy means "calendar days" not "work days.  Further, in computing time 

under this policy, the date when the act(s) constituting the appeal first become known to the employee, 

and the date of the act after which a designated period of time begins to run, is not included when be 

waived or extended only by mutual written agreement. 

(2) If a classified employee's complaint is not resolved to the employee's satisfaction  

after  the  timely  filing  of  an  appeal  with  the  Appointing Authority, the 

employee must file the written complaint with the Personnel Officer within fifteen 

(15) days after receiving a written decision from the Appointing Authority, or 

within fifteen (15) days after the expiration of the thirty (30) day period, whichever 

is first to occur, in order to have the appeal proceed.* 

(3) If a timely written complaint is filed by an employee with the Personnel 

Officer, a tape-recorded hearing will be held by the Personnel Officer or 

designee, who shall act as a hearing examiner.   At the request of the employee, 

the hearing shall be either open to the public or closed.   The hearing examiner 

shall maintain orderly procedure and shall restrict the hearing to an airing of 

relevant information.  The employee has the right to be represented at this 

hearing and has the right to present evidence and produce witnesses. 

Representatives of the County who are responding to the   employee's complaint 

may also present   evidence and produce witnesses. The hearing examiner may 

permit both sides to ask questions of all witnesses, and to offer statements 

summarizing their respective positions.  The hearing examiner may also extend 

the duration of the hearing to receive additional evidence or testimony or may 

ask either side to produce additional evidence. Within thirty (30) days after the 

conclusion of the hearing, the hearing examiner will advise the employee in 

writing of the decision upon the appeal.   If the hearing examiner cannot render a 

decision within that time period, the employee shall be advised in writing of 

when a decision may be expected. Depending upon the nature of the employee's 

appeal,  the  written  decision  of  the  Personnel  Officer  shall specify that if the 

employee is dissatisfied with the decision, the employee may  request  either  a  
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de  novo  hearing  before  the Personnel  Board  as provided  by Section  705(a)  

of the  Charter, or that the Personnel  Board consider the appeal upon the 

record created before the Personnel Officer in the manner contemplated by 

Section 705(c) of the Charter. 

 
If an Appointing Authority fails to give an answer to an employee within the time limits established in 

this policy for any reason, the employee must file a complaint with the Personnel Officer in order 

to have the appeal proceed. 

 

(b)  Dismissal 

 
(1)    When an Appointing Authority or the Personnel Officer determines that a 

classified employee should be dismissed, the employee shall be advised in 

writing of the reasons or charges supporting the dismissal decision and shall 

have the right to appear before the person making the dismissal decision to 

respond to the stated reasons or charges. 

 
(2)  If, after meeting with the employee, the Appointing Authority or the 

Personnel Officer determines that the dismissal contemplated should proceed, 

the employee shall be immediately removed from County employment, shall 

be advised in writing of the effective date of the dismissal, and shall be 

advised of the right to file an appeal with the Personnel Board within 15 

days of the effective date of the employee's discharge. 

 
2.        PROCEEDINGS BEFORE THE PERSONNEL BOARD 

 

(a) De Novo Proceedings 

 
(1)     If a classified employee pursuing an appeal is dissatisfied with a decision 

rendered by the Personnel Officer in any matter involving those actions 

specified in Section 705(a) of the Charter, or if a classified employee has been 

dismissed, the employee may seek a review of the decision by filing an appeal 

with the Personnel Board.  The appeal must be filed with the executive 

secretary of the Personnel Board within fifteen (15) days after the employee's 

receipt of a written decision from the Personnel Officer or, in the case of 

dismissal, within fifteen (15) days of the effective date of their dismissal. 

 
(2)      After receiving a timely written appeal, the Personnel Board shall schedule a 

hearing, which shall be conducted pursuant to the rules of the Personnel Board 

and which may, at the request of the employee, be either open to the public or 

closed.  The employee has the right to be represented at the hearing, and will 

have the right to subpoena witnesses and evidence, to produce and cross-

examine witnesses, and to make an opening statement and closing argument to 

the Personnel Board. It will be the employee's burden at this hearing to show, 

by a preponderance of the evidence, that the act(s) about which he complains are 
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EXHIBIT E 

HOWARD COUNTY GOVERNMENT 
PLAN YEAR: JANUARY 1, 2020 - DECEMBER 31, 2020 

PLAN OPTION 
2020 
FULL 

2020 FULL TIME 
EMPLOYEE 

2020 PART TIME 
EMPLOYEE 

& MONTHLY Bi weekly contribution Bi weekly contribution 

ENROLLMENT TIER PREMIUM (24 pays) (24 pays) 

Aetna Open Choice 
PPO 

Employee $748.60 $56.50 $187.50 

Employee & Child(ren) $1,310.05 $98.50 $328.00 

Employee & Spouse $1,721.79 $129.50 $430.50 

Family $2,133.52 $160.50 $533.50 

Aetna Open Access 
Select 

Employee $634.05 $32.00 $159.00 

Employee & Child(ren) $1,185.69 $59.50 $296.50 

Employee & Spouse $1,458.33 $73.00 $365.00 

Family $1,876.82 $94.00 $469.50 

Kaiser HMO 

Employee $599.94 $30.00 $150.00 

Employee & Child(ren) $1,139.88 $57.00 $285.00 

Employee & Spouse $1,379.86 $69.00 $345.00 

Family $1,799.81 $90.00 $450.00 

Delta Dental PPO Plus 

Employee $33.46 $9.00 $9.00 

Employee & Child(ren) $58.47 $15.00 $15.00 

Employee & Spouse $76.93 $19.50 $19.50 

Family $94.68 $24.00 $24.00 

Dominion Dental ePPO 

Employee $15.02 $4.00 $4.00 

Employee & Child(ren) $28.12 $7.50 $7.50 

Employee & Spouse $28.12 $7.50 $7.50 

Family $32.29 $9.50 $9.50 


